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ABSTRACT 
This article discussed the importance of education and human resource 
(HR) innovation in dealing with business demands in the digital era. 
Human resources meet business demands through education and 
innovation to achieve profit and business sustainability goals. Therefore, 
we have conducted a series of data searches and analyses to answer this 
paper's core discussion. This research was carried out on several data 
findings from literature sources of well-known journal publications such 
as Google Book, Google Scholar, Taylor & France, Elsevier, and other 
publications that discuss issues of strengthening human business 
resources towards the era of technology. To get answers to the problems 
of this study, we involve a coding system, data interpretation, and high-
level evaluation to get valid and reliable data. Based on the findings and 
discussion data, this result show that the importance of education and 
innovation in increasing the capacity of human business resources was 
dynamic and adaptable to the demands of the high-tech business era. 
Thus, this finding answer the search for business HR solutions and 
become a meaningful input for future business study efforts. 
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Human Resources play an essential function in Business in the digital day. 
(Aggarwal & Kapoor, 2012). Employees with good human resources are company 
assets because the company's success can be achieved thanks to the company's skilled 
employees. (Wehrmeyer, 2017). Employees who deliver high-quality work have a 
beneficial impact on their co-workers and the Business as a whole. Human resources 
must be qualified and competent so that businesses can compete. However, to create 
high-performing workers, businesses must offer training and development programs 
for all employees. This training will significantly help the Business and its workers. 
(Marcinkus Murphy, 2012). The knowledge and skills of employees will increase due to 
their participation in training, enabling the BusinessBusiness to grow and compete 
with its competitors. To increase business revenue, every company will need skilled 
workers. Training is a procedure in which everyone is educated and trained in 
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attitudes and skills to take responsibility for their work. One of the most effective 
strategies to improve employee capabilities and business profitability is training. 
(Abou Elnaga & Imran, 2014). 
According to Camps and Luna-Arocas, (2012) employee training is essential to 
enable businesses to avoid significant risks. If a business fails to educate its employees, 
work accidents can occur. Furthermore, the number of workers who will quit will 
increase because employees are bored and are not appreciated by the 
BusinessBusiness. Businesses must also determine the appropriate type of training for 
their workers, as each type of training will have a different impact on employees. 
Develop competent and professional human resources; training must be carried out 
continuously. Employees and businesses will benefit from the training they receive in a 
variety of ways. The benefits of HR training and development for workers and 
businesses are summarized here. Businesses will prepare themselves for future 
difficulties due to training and human resource development. (Festing dkk., 2013).   
We decided to review the study of education and innovation in HR in the 
business world because we wanted to find theories from direct findings of experts and 
practitioners from various contexts and practices that have been successfully published 
in many high-impact journals. With the format and design of this review study, we can 
help solve an HR problem that we see how important it is to strengthen HR in the 
current era of competition. With the theory that we have found, this is a starting point 
for researchers, business people, and policymakers to better understand the problems 
and issues of empowering human resource capacity in the field, which are currently in 
need of study and evaluation in a procedural way with a framework of study and 
scientific proof of truth, mainly research thematic ones that bring solutions. (Wahyuni, 
2020). Fruthermore,  Auerswald and Auerswald, (2012) argue that the emergence of the 
information age marks the beginning of the twenty-first century. In the digital era, the 
world seems limitless, he claims. People's behavior, trade products, cost-effectiveness, 
customer service, and self-service will define the new economy. The critical question is 
how education will prepare for these changes and educate the twenty-first-century 
workforce. According to Velasco, (2014) educational institutions must create a profile 
of graduates with the latest competencies. We look at how technological advances and 
information affect educational institutions' labor market and human resource 
preparation. 
What distinguishes our study and findings from the literature review design is 
the empirical study of past studies, which are used as references and references to 
understand the research topic with the findings of studies conducted by institutions for 
capacity building of human business resources. While the literature review study 
where the theoretical summaries, study results, and other study materials were 
obtained from proven reference sources because we quoted from the findings of high 
impact publications and used them as the basis for our research activities to create a 
clear new frame of mind from articulation. Problems that we study and apply in the 
field. In this way, we can rely on the accuracy and validity of the findings. (Seeck & 
Diehl, 2017).  
The digital era emerged from the rapid growth of globalization, allowing it to 
penetrate various aspects of life. Human resources are the most critical elements that 
can affect the quality of education. (Hojeghan & Esfangareh, 2011). The economy is 
based on digital progress, and progress in the tourism industry is an opportunity, 
influence, and challenge that demands super innovative human resources. The success 
of education is influenced by teaching materials, learning media, infrastructure, and 
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other devices used and by the administration and organizations that handle them. The 
availability of digital technology can offer significant advantages for school 
management in various settings. (Ventola, 2014). The educational formula was created 
to encourage and teach everyone to be knowledgeable and have expertise in various 
fields. In this case, the author is interested in conducting research and will try to reveal 
how HR management which includes planning, recruitment, selection, placement, 
training, and development, is implemented in the digital era. (Armstrong & Taylor, 
2020). Hence, the article article discussed the importance of education and human 
resource (HR) innovation in dealing with business demands in the digital era. 
 
METHODS 
The research initially wanted to discuss innovation and HR training towards 
business progress in the digital era. So first, we determine the core question or problem 
that will answer the problem. First of all, we understand the problem, and we describe 
it in the introduction. Next, we first understand the understanding of the literature 
review and its review system. After that, we tried stand-alone or part of a more 
extensive assignment. Next, we started a search through the Google engine. Our target 
is data-based, such as international publications like Elsevier, Google Book, Sagepub, 
Taylor & France, and Google scholar. In our search, we limited our search publications 
to journal articles published between 2010 and 2020. (Scheurich, 2014).  
Next, so that we find data that we can make into the findings of this article, we 
begin to analyze the data by involving a data extract system such as a coding system, 
in-depth interpretation brought by a phenomenological approach so that we can 
evaluate data and draw conclusions on ready-to-use data by considering elements of 
validity and reliability—finding data. In all stages of this research, from problem 
formulation, data search to report writing, we follow a descriptive qualitative design. 
(Leech & Onwuegbuzie, 2010).  
At each review stage, we evaluate the quality of the data we generate from the 
analysis. We must explain the minimum acceptable design level with the question 
formulation and design research selection criteria that must go through a more 
nuanced review and analysis quality assessment using critical data guidelines and 
design-based data quality. We will carry out this comprehensive quality evaluation 
using the meta-analysis guidelines and suitability options. So that the data findings can 
help determine the validity of the conclusions and provide suggestions for future 
studies. (Schünemann dkk., 2019).  
 
RESULT AND DISCUSSION 
One of the critical knowledge and skills to be considered in strengthening the 
company's human resources is the science of recruitment and selection. According to 
the findings of Gamage, (2014) training and studies that focus on the relationship 
between recruitment and selection methods in manufacturing SMEs in Japan and the 
success of companies are closely related to the elements of recruitment training. Small 
and medium-sized enterprises (SMEs) are the backbone of the Japanese economy, 
accounting for most businesses in all industries. The sector appears to be inactive or 
doing well in achieving the goals it had hoped for over the last two decades. One of the 
causes of the high failure rate of SMEs is their inability to pay attention to the human 
resource component of their BusinessBusiness. 
The following finding that focuses on the importance of education in recruitment 
is Hmoud and Laszlo, (2019). They question whether artificial intelligence will take 
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over the recruitment and selection of human resources? The recruitment and selection 
of Human Resources, elements of HR management, integrating artificial intelligence 
(AI) technology are presented in this article. It has been determined that AI offers 
recruiters a potential option to optimize talent acquisition by automating time-
consuming, repetitive activities such as finding and screening candidates. The paper 
studies a collection of literature and suggested models and examples of the most 




 Vo and Stanton, (2011) add that HR managers transition business systems in 
transferring policies and tasks, the case for performance management practices in the 
US and Japanese MNEs operating in Vietnam. This study investigates how 
multinational businesses localize their human resources within their subsidiaries in 
developing countries by concentrating on employee performance management. This 
study analyzes four US multinational companies and four Japanese multinational 
companies operating in Vietnam. Even though these techniques are unknown in 
Vietnam and may not suit Vietnamese culture, they were successfully transferred to 
Vietnamese subsidiaries. However, it does not provide any data to support the idea 
that transfer practices are more likely when the countries' cultures are similar. 
Still, with performance management, the findings of Chahal et al., (2016) 
successfully proved a perceived influence of high-performing human resource 
practices on business success and organizational learning functions. Their study 
successfully examined how the business performance of workers in the 
telecommunications sector is influenced by perceptions of high-performing human 
resource (HR) practices. The census method was used to survey employees in Jammu 
and Kashmir. Show reliability and validity; confirmatory factor analysis was 
performed; structural equation modeling is used to test the hypothesis. High-
performance HR practices have a positive effect on business performance, according to 
results. Between HR practices and business outcomes, organizational learning acts as a 
buffer. 
 
Learning & development. 
 Regarding learning and developing corporate HR skills, Huang and Lin, (2017) 
findings through a study of the transformative application of team-based learning in 
human resource management courses reversing make business education strengthen 
this study. For example, Taiwanese researchers used the best learning course module, 
which is based on  team-based learning in which students engage in pre-class preview 
activities, in-class activities, and online discussion after class through modulated 
assignments. Their testing included two Human Resource Management courses from 
two Taiwanese colleges for 104 students and two instructors. The findings reveal the 
relationship between students' perceptions of the essential contributions of team 
members, motivation, enjoyment, and learning outcomes. 
While in the field of human resource management, there is a conceptual artificial 
intelligence application framework. (Jia dkk., 2018). Their study provides a theoretical 
foundation for using artificial intelligence (AI) in human resource management (HRM). 
The ideas underlying the six fundamental characteristics of HRM are combined with 
the possible application of AI technologies. The consequences for future practice and 
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research are discussed. This AIHRM conceptual model provides advice and direction 
for developing artificial intelligence in enterprise human resource management. 
 
Establish succession strategy 
 According to Khera and Gulati, (2012) the development of business human 
resource education capacity is through a human resource information system (HRIS); 
according to them, this is not a new concept. However, it changes as the environment 
changes. The main objective of this HR development is human resource planning 
(HRP), an essential activity in any business. HRIS stores a large amount of information 
about company employees, which speeds up the HRP process. It also assists HR 
managers with strategic tasks, including training and development, succession 
planning, and applicant tracking. 
According to Staehr, (2015) the best way to improve corporate human resource 
education and innovation is to reduce human resource risk and prepare succession 
plans. Consider how the state of New York employs a comprehensive personal and 
financial counselling approach. A combined personal and financial counselling 
approach on farms in New York State delivers long-term economic results such as 
improved profitability and decreased interpersonal conflict. Several risk management 
strategies, such as crop insurance, are used by farmers in New York State to minimize 
the different kinds of hazards that impact their agricultural operations. However, 
managing human resource risk, especially succession risk, is an area that farmers often 
neglect. New tools and methods are required to create a successful company succession 
plan as the typical farmer in the United States matures. 
 
Benefits and compensation 
 Managing employee benefits and pay is the next critical skill and knowledge in 
enhancing human business resources. Companies that specialize in pay, benefits, and 
employee turnover, according to Bryant and Allen, (2013) are HR methods for 
retaining the most extraordinary employee talent. Employee turnover is notorious for 
being both costly and inconvenient. Employee turnover expenses often surpass 100 
percent of the departing employee's yearly pay. On the other hand, managers are often 
ignorant of the numerous tools and techniques available for lowering staff turnover. 
Based on award-winning research and professional experience, this article gives 
managers various methods for successfully reducing employee turnover. Benefits-
based payments and solutions, and alternatives that go beyond compensation and 
benefits are among the options available. 
Similarly, according to Berber and Slavić, (2016) pay and benefits from businesses 
in European Union nations and Serbian countries aim to look at outsourcing in Human 
Resource Management. Payroll and benefits outsourcing is less prevalent than 
outsourcing pensions. Serbian businesses are using outsourcing at an all-time low. 
 
Human Resources Information System. 
 Al-Shibly, (2011) researched and verified a multidimensional and 
comprehensive HR information system success model. It contains six success 
indicators: perceived HRIS system quality, perceived HRIS information quality, 
perceived HRIS ease of use, and perceived HRIS effectiveness (net benefits). HRIS 
satisfaction influences HRIS satisfaction, and HRIS satisfaction influences HRIS 
satisfaction. This research looks at its impact on the usability of HRIS based on 
empirical evidence. In this research, HRIS was more effective than in earlier ones. 
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Similarly, Jahan, (2014) that HR informatics systems are one of the essential HR 
technologies in the world today. Business organizations in Bangladesh have started 
using HRIS in the last five years. However, only a few large companies and 
government organizations have adopted it. The most critical obstacle to the success of 
HRIS is the lack of organizational commitment. The benefits of HRIS, on the other 
hand, outweigh the disadvantages. 
 
HR analysis and data 
 Technical and human obstacles, such as the use of relatively basic HR 
procedures and conventional information systems, impede the implementation of 
advanced HR analytics, according to Dahlbom et al., (2020). The findings indicate that 
when communicating and evaluating HR-related data for corporate decision-making, 
greater cooperation between data analysts and HR experts is required. For BD to affect 
HR practices, cultural transformation and organizational reorganization may be 
needed. Furthermore, it is stated that a human resource analysis will assist general 
managers and HR executives make better human and organizational capital choices. 
On the other hand, HR analytics often adopts an "inside-out" strategy, with an HR-
centered and academically controlled Center-of-Expertise (CoE). It is time to take an 
"outside-in" strategy to data analysis, focusing on high-impact, actionable data. 
(Rasmussen & Ulrich, 2015).  
 
Our study has obtained data findings from various corporate HR literature that 
show the importance of HR education and innovation, which are essential factors in 
determining company growth. (Armstrong, 2016). Employees who work and become 
members of a business or organization are often referred to as employees, laborers 
employees, workers, workers, and so on, and are often referred to as employees, 
laborers, employees, workers, workers, and immediately. Because HR has a role that is 
a critical component that drives the production operations of a company or company, 
they are employees who need empowerment with skills and understanding of HR 
work functions. If they understand and are qualified with the principles of HR 
functions and human resource management tasks, then HR will become the 
determinant of the elements of production and build and develop a business. 
(DeCenzo dkk., 2016). 
Based on the findings of a review, we can say that HR management has several 
main tasks to continue to progress and be profitable; the HR manager's duties include 
managing employee and organizational performance. Here it is clear that the role of 
Business and government HR managers is vital to maintain (Yong dkk., 2020). 
Elements of education and other innovations, such as skill learning development, 
where it is necessary to regulate the method and system for evaluating the 
performance of each employee, are carried out by the HR manager. Managers must 
understand and establish company success stories to be motivated to work. (Pasher & 
Ronen, 2011). Managing employees is not easy, but they will be applicable and 
productive if human resources are planned and updated with unique skills and 
innovations. As one of the company's assets, employees have a significant influence on 
the company's success and the quality of goods offered to customers. (Kersten & Koch, 
2010).  The goal is to improve HR skills to be more helpful, especially in the digital era. 
Businesses aim to achieve several goals through training or HR training. This includes 
developing one's personality, honing talents, and building company loyalty. 
Companies must recognize and appreciate their employees to feel valued and 
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motivated at work. (Hershatter & Epstein, 2010). Additional wages, bonuses, or 
promotions, where applicable, are some of the types of rewards or rewards offered. 
Businesses need to track their progress and evaluate their results. Businesses must 
evaluate HR development and training costs to determine the skills or talents workers 
should learn immediately. Companies can use the assessment findings to decide which 
elements they need to keep, improve, and leave out. (Bryson & Andres, 2020). After 
reading this article, companies should provide appropriate online and offline HR 
training.  
According to some estimates, Indonesia will become the fourth-largest economy 
in the world by 2050. The government is increasingly confident of bringing Indonesia 
into the fourth industrial revolution. Human resources (HR) should concentrate on 
being consumers rather than producers. (Purba dkk., 2020). The deployment of 
blockchain, Internet of Things (IoT), artificial intelligence (AI), big data, virtual reality, 
augmented reality, and cloud computing are examples of digital transformation. In 
Indonesia, there is something fresh on the socio-technical front. Big data, artificial 
intelligence, blockchain, and financial technology have given rise to possibilities and 
problems. As a regulator, it is essential to enact rules that allow technology to reach its 
full potential. (Barrett dkk., 2020). This involves purchasing blockchain, artificial 
intelligence (AI), and big data technologies. 
Indonesia is in the midst of the 4th Industrial Revolution or often known as the 
Industrial Revolution 4.0, which seeks to increase the competitiveness and productivity 
of the national Industry. (Abou Elnaga and Imran, 2014; Putra and Aslan, 2020; Putra et 
al., 2020). Automation and digitization are the hallmarks of the industrial revolution 
and will have a significant impact on the future of the Indonesian Industry. Industrial 
growth in the digital age is aided by two factors: a large market and many productive 
human resources. Improving the quality of human resources is one of the main 
initiatives in the Making Indonesia 4.0 roadmap. Talent will be an essential element for 
the effective implementation of Industry, according to the Minister of Industry, 
Airlangga Hartarto. He claims that few individuals have the necessary industrial 
industry skills to keep up with the latest technological advances (Stearns, 2020). The 
Industrial Revolution was a period of rapid and dramatic development that affected 
the human way of life.  
The Industrial Revolution 1.0 took place between 1800 and 1900. With the 
development of the spinning machine, Britain was at the forefront of the revolution. 
(Meisenzahl and Mokyr, 2012; Aslan, 2019). Productivity in the textile sector increased 
tenfold. Both iron and steel are essential elements in the production of industrial 
goods. The second industrial revolution, which began in England in the 18th century, 
is closely related to the first. The development of electrical technology for Industry and 
the subsequent third industrial revolution marked the start of the 3.0 Industrial 
Revolution.  According to Janicke and Jacob, (2013) the times have pushed us to be 
creative. Computer technology, internet connectivity, electronic equipment, 
smartphones, software system innovation, resource innovation, and new energy are all 
included in the code. Human connection, data, and communication with machines in 
virtual form, often referred to as cyber-physical, characterizes Industry 4.0. Human 
position in the industrial era will shift from operator to competent expert. New jobs 
will be created for individuals who can discover possibilities spread across sectors. 
This fourth-generation revolution results from the German government's initiative to 
boost computer production. (Flores dkk., 2020). According to David Perry, humans 
will live in uncertainty in the Industry 4.0 era, and they must anticipate the future 
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(Denyer dkk., 2011). He believes that disruptive technology is coming at breakneck 
speed and that many business stories have already left a bitter taste in his mouth. Perry 
said humans must react to change intelligently and wisely.  
The findings from our study have confirmed that the duties and roles of HR will 
not be maximized if they are not trained and continuously upgraded their skills and 
work skills. For example, managing salaries, pensions, and employee benefits can 
retain those good employees because the high benefits bind them to receive. 
Developing the potential of employees and the organization is also essential. It is based 
on the results of our study. This potential must continue to be developed so that HR 
managers can manage other functions such as IT-based administrative tasks. Likewise, 
regulating the principle system of benefits, rewards, and the level of employee 
compliance is very important to provide to HR managers so that employees, 
companies, and customers will get the benefits of being in companies and 
organizations (Archimi dkk., 2018). 
The findings of our study have yielded several vital points to improve the role of 
HR in companies and public organizations. The results of our study explain how 
important the findings from previous studies are for increasing the capacity of human 
business resources. (Batt & Valcour, 2003). Because the findings of the study on 
strengthening human business resources that we conducted are an essential solution 
that serves to understand what the experts say from their experiences and findings on 
projects to strengthen corporate human resources or public work units (Lis, 2012), then 
with these findings, we can add to the function and role of the company's human 
resources which we believe is one of the determinants of productivity factors and 
develop the company towards profit and sustainability.  
The researchers believe that one way to improve the quality of human resources 
in any company is by reviewing the literature on the results of previous studies. This 
means that researchers must obtain field findings from various business and country 
contexts and then examine and present them in the local context (Ulrich, 2016). Thus, 
data users and business drivers have many theories and practices that will become 
solutions for improving human resources in their business environment so that the 
quality of human resources in a country like Indonesia can quickly adapt and even be 




We reiterate that this business analysis study has a core objective: to discuss 
strengthening and improving the work skills of the company's human resources in the 
face of a very challenging digital era. We answer this question by relying on secondary 
data from reviewing articles published in high-impact journals published from 2010 to 
2020. Based on the results of these studies and discussions, we can conclude that there 
are several skills that we have gained from these results. Field study on the issue of HR 
skills that are actively working. In an increasingly competitive digital era. The skills 
and education we found included: managing performance, learning development, 
establishing company success stories for employees, managing pensions, employee 
benefits, managing payroll, promotions, training and upgrading employees, managing 
IT-based HR, and all other functions assigned to managers Office HR so that all parties, 
employees, company and company customers, business partners and other consumers 
benefit when they become part of the company. 
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